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1* The following observations are made as a result of our review of the 
suitability criteria proposed by the Professional Selection Panel* In no 
s ease should our remarks be construed as discounting the usefulness of the 
list developed by the Panel* Cm the contrary, these suitability factors shew 
that the Panel has nude an excellent start in outlining the aspects of ap- 
praisal which have special relevance for selecting people for intelligence 
careers* 

2* It is believed that the Panel* s present list of suitability qualities 
comprises too many separate and apparently discrete elements* In reality, mary 
of these qualities are so closely interwoven that their inclusion as separate 
items my cloud proper perception of such interrelationship . For example, 
scattered throughout the list are a number of items which might be described as 
motivational factors* These Include item 9» "Career Desire,” item 11, "Econo- 
mic Preparedness," and, on the basis of the questions included under them, 
items 3, "Faithfulness, " and 6, "Aaotjyaity." iaployee selection requires as 
careful as possible an appraisal of the individual’s motivation®, needs, desires, 
and drive®* These help move him to action and provide him with incentives to 
persevere* If tbs individual’s economic needs and motivations are met largely 
off the job because he has an independent income, a wife who works and pays the 
bills, or because he is living at home, it is important to learn if there are 
other drives sufficiently strong to encourage good job performance, and parti- 
cularly in an Agency with restrictions such as those ecdlstiag in CIA. An im- 
portant determinant of what a person will do once employed is not abrply the 
character of him motivations but the extent to which the motivational patterns 
can be expected to find satisfaction in an intelligence career* These qualities. 
It is felt, need to be treated as an entity. 

3* Along the same lines discussed in the foregoing paragraph, it is felt 
that the present list makes it umecossarily difficult to pinpoint the emotional 
factor of an applicant’s makeup. Perhaps, this could be overcome by listing 
specific personality or character defects, against which information concerning 
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• particular c andidat e could be screened* A chock list designed to identify 
personality patterns which denote isaatnr® development night induct such 
descriptive categories as the lone wolf, the selfish and self-centered indi- 
vidual, the person who is generally depondent upon others, the undisciplined 
or troublemaker type, the self-indulgent or good-timer type, the impractical 
daydreaasr, the lazy and shiftless individual, and the so-called exhibitionist 
or prim donna* Hie Panel* s list is intended to spot sorao of these traits, 
but these emotional qualities are dispersed throughout the list and an over- 
all personality profile is not as easily constructed as would seen desirable. 

!u regardless of the item ultimately decided upon, every effort should 
be to avoid susceptibility to varying interpretation, particularly since 
this list is aimed to serve as a body of selection standards far use iy all 
persons and offices participating in employee selection. The question, ’’Does 
he have intellectual, moral, and cultural honesty?," for instance, would un- 
doubtedly convey many different meanings among Agency personnel. 

5* A question which does not appear to have been covered by the Panel 
is one intended to evaluate the individual’s record of responsibility* This 
■i nr.-iTvtats the extent to which he anticipates needs on the job and demonstrates 
a willingness to aaawe extra work or obligations* An individual who is a 
responsible person is likely to be one who in previous er^lcyaente has sug- 
gested improved work methods and procedures and obtains such additional help 
or t rainin g as say be necessary to meet the nequlr®&nts of his work situation. 

6* Taking int o account the plan to have the list of selection factors 
available for general use, it is felt that perhaps the separate item should 
suggest evidences from which answers for the selection questions may be infer- 
red. For eocaraple, data pertaining to the applicant's social acceptance, adapt- 
ability, stability, and identification with and loyalty to team interest may 
generally be located in his past work record, his educational background, and 
in his community relationships. 

)s! 

L. K. SUITE 
Acting Deputy Director 
( Admintatraticn ) 


SA/DD/A:DCK:jec(l7 Jul $3) 

Distribution : 

1 - Personnel Director 
\X - DD/A Chrono 
1 - DD/A Subject 


wwi^W 



Approved For Release 2002/08/06 : CIA-RDP78-04718A0001 001 60045-6 


